


 

 

 

Our submission principally draws on the experience of nurses and healthcare 
support workers from a Black and Minority Ethnic background working across the 
NHS. We also refer extensively to the broader experience of Black and Minority 
Ethnic employees and jobseekers across the wider economy which includes the 
independent health sector too. 

There is a substantial evidence that Black and Minority Ethnic employees experience 
substantial disadvantage in the labour market largely as a result of their ethnicity, 
nationality or race. This can be further compounded by the complex and dynamic 
interplay of other factors such as age, disability, gender, sexual orientation, gender 
identity and socio-economic status. There is also evidence that the processes of 
recruitment, development, promotion and retention within the NHS negatively impact 
on a number of groups, including women and people with a disability, in a significant 
and lasting way. The stark and uncomfortable reality is that these patterns of 
disadvantage are particularly pronounced in relation to employees from a Black or 
Minority Ethnic background.  

The case for change 

The Royal College of Nursing remains unequivocal that there is alongside a powerful 
ethical case; an equally compelling business case for the elimination of racial 
discrimination in the labour market and that is particularly important for the 
healthcare sector and for the nursing profession. 

Nurses are amongst the categories of employees where the demand for their skills 
extends far beyond their local labour markets to include a vibrant international 
market. We believe that taking action to eliminate labour market obstacles related to 
race, ethnicity and nationality should be considered urgent and important in the light 
of worsening shortage of qualified nurses and the growing demands of the health 
care sector. 

For the nursing profession, it is critical that urgent work is taken both at an 
operational and strategic level to find and implement effective short, medium and 
long-term sustainable solutions that build both systemic and personal accountability 
and transparency into recruitment, selection and career development processes, to 
ensure that nurses and healthcare support workers are given full equality of 
opportunity to achieve their complete potential in the workplace. 

A research paper from the Kings Fund1 underlined the importance of this as its 
findings showed that that in NHS organisations where staff reported feeling engaged 
and valued, better quality care was provided to all patients.  
 
This improved performance is evidenced in reduced mortality rates and enhanced 
patient experience. Conversely, in NHS organisations where staff report feeling 
disengaged and demoralised, the care provided to all patients is less likely to meet 
acceptable standards.  
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There is too, a cogent case for Black and Minority Ethnic nurses and healthcare 
support workers being employed at all levels across healthcare organisations. 
Failure to deliver this means that patients and the wider health of communities do not 
benefit from the innovation and insight that is delivered by using the cultural and 






















